Research over the past two decades has found significant gender differences in subjective job-satisfaction, with the result that women report greater satisfaction than men in some countries. This paper examines the so-called "gender paradox" using data from the European Social Survey for a subset of fourteen countries in the European Union. We focus on the hypothesis that women place higher values on certain work characteristics than men, which explains the observed differential. Using estimates from Probit and ordered Probit models, we conduct standard BlinderOaxaca decompositions to estimate the impact that differential valuations of characteristics have on the gender difference in self-reported job satisfaction. The results indicate that females continue to report higher levels of job satisfaction than do men in some countries, and the difference remains even after controlling for a wide range of personal and job characteristics and working conditions. The decompositions suggest that a relatively small share of the gender differential is attributable to gender differences in the weights placed on working conditions in most countries. Rather, gender differences in job characteristics contribute relatively more to explaining the gender job-satisfaction differential. 
Introduction
At least since the publication of Hodson's "Gender Differences in Job Satisfaction: Why Aren't Women More Dissatisfied?" (1989) , social scientists have sought to understand the gender difference in job satisfaction found in many studies. The topic has been especially interesting given the commonly held perception that women work in "worse" jobs than men (i.e., with lower pay, less opportunity for career advancement, lower benefits, and less desirable working conditions), yet report higher levels of job satisfaction. While this "gender paradox" was first studied in the United States and Britain, the difference has been observed in other countries in Europe (Sousa Poza & Sousa-Poza 2000) and in Australia (Kaifel & Desta 2012) , as well. Sousa-Poza and Sousa-Poza (2000) , however, using data from the 1997 International Social Survey Program (ISSP), conclude that the gender differential does not occur in all countries. While women are found to have higher average levels of job satisfaction in the US and Great Britain and a few other nations, they find that women are less satisfied than men in the majority of the 21 countries studied. Using data for the countries combined, and controlling for several job characteristics (and country dummies), they find no significant gender difference in job satisfaction in an ordered probit model. Using data from the ECHP for the [1994] [1995] [1996] [1997] [1998] [1999] [2000] [2001] time period, however, Kaiser (2007) finds, in contrast to the results presented by Sousa-Poza and Sousa-Poza (2000) , that women have higher levels of job satisfaction than men, on average in a pooled sample from 14 countries in the EU.
Indeed, assuming men and women have different job characteristics, even finding no difference in job satisfaction is a surprise. Given the role that job satisfaction can play in worker productivity, absenteeism and turnover, and hence the productivity of firms and other organizations, understanding the determinants of job satisfaction and any gender differences that exist has important economic implications. Hodson (1989) described three potential hypotheses to explain the gender differential that had been observed in the U.S. in the 1960s and 70s. First, attributed to Kanter (1977) , is the idea that men and women "value different characteristics of work," or put differently, place different values on given work characteristics. A second is that women placed greater emphasis on their "homemaker" roles (relative to work). Third, and perhaps related, was the explanation that women had lower expectations or compared themselves with other women rather than with men, and so were more satisfied with what they had. This third explanation has been the focus of much work on the topic over the past 15 years, starting with the seminal analyses of Clark (1997) and Clark and Oswald (1996) .
One important implication of the third hypothesis is that the gender differential in job satisfaction would be expected to decrease over time, as male and female job expectations converge, especially with the introduction of new cohorts of women to the labour market (Clark 1997; Donohue and Heywood 2004; Kaiser 2007) .
Using data for 14 countries participating in the European Social Survey in 2010, we first address the question of whether the raw gender difference in job-satisfaction has persisted in Europe. In fact, this data set is more recent than ECHP or ISSP data used by others to study Europe. We conduct the analysis at the regional level and are therefore able to compare results across a variety of institutional environments and cultures. We then search to identify how much of the difference in job satisfaction is due to the fact (i) that women and men have different working conditions, (ii) that women and men appreciate differently what a good job is and (iii) that women tend to be more satisfied above all even at identical job characteristics. To answer this question, we apply standard Blinder-Oaxaca decomposition techniques.
The paper is organized as follows. We first provide a more extensive review of the literature regarding the determinants of job satisfaction and the gender paradox in section 2. This is followed in section 3 by a description of the data and in section 4 the methodology used in the study. Empirical results are presented in section 5, with conclusions and topics for further research in section 6.
Review of gender job satisfaction literature
Compared with sociologists and psychologists, economists are relative newcomers to the study of the determinants of job satisfaction, which is part of a larger literature on the determinants of well-being.
Several studies in the mid-1970s (Hamermesh, 1977; Borjas, 1979; Freeman, 1978) first established subjective job-satisfaction measures as legitimate for study by economists, despite several caveats. In their models job satisfaction and the concept of utility are related. The impact of this relationship can be seen in other outcomes. For example, studies have shown that job satisfaction has an impact on absenteeism or quit rates (Akerlof et al., 1988 ; Clark et al. 1998) . Generally, researchers model job satisfaction as functions of socio-demographic characteristics (gender, race, education, marital status …), job characteristics (occupation, sector, wage, opportunity for advancement, type of employment contract, hours of work, demographic composition of the company …) and local labor market conditions. Researchers have also studied the relationships between job satisfaction and selfemployment, immigrant status and job tenure (for recent examples, see Millan et al. 2013 , Chowhan et al. 2012 , Barmby et al. 2012 , de Graaf-Zijl 2012 , and Gazioglu and Tansel 2011 . Nearly all of these studies find that women report higher levels of job satisfaction than do men, after controlling for other variables. Clark (1997b) was the first after Hodson to focus on the gender differential, using data from the British Household Panel Survey (BHPS). Extending the relative well-being concept, Clark argues that women are more satisfied than men, despite their relatively less desirable jobs, because the jobs they 4 have exceed their expectations. The question of how expectations are formed is important. Clark finds support for the hypothesis that women's higher job satisfaction is in part explained by having lower expected wages. One implication of Clark's paper is that the gender difference (favoring females) in job satisfaction should decrease with education, under the assumption that more highly educated women will have higher expectations with regard to wages and working conditions. Clark found evidence of this in the British data. Evidence of this in many studies of university faculty members and other highly educated occupations, however, is mixed (see Kifle and Desta, 2012 , for a survey of these studies), with some finding significantly higher satisfaction among females, others among males, and others finding no gender differential in satisfaction.
Another argument that could explain why women have higher job satisfaction than men is related to the reference group. Clark and Oswald (1996) and Clark (1997a) introduced the concept of relative income to the analysis, suggesting that relative and not only absolute income was an important determinant of job satisfaction. Formally, they proposed that an individual's utility from work could be expressed as u = u(y, y*, h, X), where y is income, y* a comparison income, h hours worked, and X a vector of individual and job related characteristics. Using 1991 data from the British Household Panel Survey (BHPS), they estimated ordered Probit specifications of job satisfaction equations, with income and comparison income measures, also controlling for age, gender, region, industry, occupation, health, and race. In addition to finding significant correlations with relative income, they find that job satisfaction is lower for men than for women, consistent with the findings of Hodson (1989) .
Subsequent work studying the relationship between job satisfaction and relative income, and the definition of the reference group, includes Ferrer-i-Carbonell (2005) , Bygren (2004), Clark et al. (2009), and Senik (2010) . Using panel data for Germany (GSOEP) in the mid-1990s, Ferreri-Carbonell estimates random effect ordered probit equations and finds that relative income is highly positively correlated with job satisfaction. He also finds a significant negative correlation with being male. Bygren finds similar results in a Swedish sample from 1991. He further analyzes the gender difference and concludes that Swedish men and women have different reference groups (one at the national, the other at the occupational level). Clark et al. (2009) , on the other hand, find a negative correlation between job satisfaction and the level of relative income, which they attribute to their definition of the reference group. Using panel data for Denmark from the European Community Household Panel (ECHP) survey merged with Danish administrative data, they use the income of coworkers in defining relative income. They argue that the income of co-workers might signal future income for the individual, and therefore that having lower income relative to co-workers can be viewed positively (and therefore be positively related to job satisfaction). A similar argument is made by FitzRoy et al. (2012) in explaining the relationship between satisfaction and age, using recent data from the GSOEP.
All of the papers summarized above are mostly interested in the idea that the gender differential, when it exists, results from differing expectations and/or reference groups. Fewer studies have focused on the explanation that men and women place different values or importance on the characteristics of work. Hodson (1989) shows that working conditions have the same effect on job satisfaction of men and women. He finds only one difference: work complexity have less positive effect on women's job satisfaction than men's job satisfaction. Bokemeier et al. (1987) , on the other hand, conclude that there are important differences between women and men in the way they construct job satisfaction. For example, men's job satisfaction is more sensitive to employment status and job autonomy than women's job satisfaction. They find also that personal characteristics, education, social class and unemployment, impact more the level of job satisfaction of men than the level of job satisfaction of women. Clark (1996) finds the opposite effect for the level of education 1 . He concludes that the importance given by men and women to a working condition has a different effect on their job satisfaction. For example, considering pay or promotion as the most important part of a job decreases job satisfaction of men more than it does for women. Sloane and Williams (2000) conclude that the relative income has a stronger effect on male satisfaction. Moreover, Donohue and Heywood (2004) show that the level of women's job satisfaction decreases with the hours of work unlike men. This result contrasts with those of Bender et al. (2005) , who find that hours of work decrease job satisfaction of men and women, but for women the coefficient is not significant. Most recently, Carleton and Clain (2012) The current paper contributes to this literature in several ways. First, we utilize a data set that has not been studied before for this purpose, but which is very similar to the GSS data for the U.S, and which is more recent than the ECHP or ISSP data used by others to study Europe. This allows us to ascertain whether the differences found by others have persisted since 2000. Second, we conduct the analysis at the regional level and are therefore able to compare results across a variety of institutional environments and cultures. Third, and most importantly, we focus particularly on the hypothesis that men and women place different values on job characteristics, and estimate the contribution that this makes to explaining male and female job satisfaction using the Blinder-Oaxaca decomposition technique.
Data
The data used in this analysis is from the European Social Survey ( In addition to a gender dummy variable, we construct several control variables for inclusion in the analyses following the literature described above. These include measures of educational attainment, 7 age and age squared, union membership, job tenure, whether one lives with a partner, health status and immigrant status. The survey also includes several questions regarding working conditions and job characteristics. From these we have constructed variables related to the level of job security, support from co-workers, safety, work hours and job autonomy, among others. All of these have been found to be correlated with job satisfaction in previous work.
The main weakness of the ESS in the current context is that it does not include earnings or income information, except in broad ranges. As noted above, the wage has been found to be correlated with satisfaction in other studies, although the direction of the effect sometimes depends on gender and whether there are controls for relative income. Instead we are able to use a variable measuring the extent to which the individual agrees that his or her pay is appropriate. A complete listing of all of the variables used in the analyses and their definitions is presented in Appendix Table A1 . One interesting variable that has been found in other data sets is a measure of the individual's perception of the opportunities for advancement with the employer.
Another weakness of the ESS is that it is only cross-sectional. This precludes the use of panel data methods which would have allowed us to reduce the biases which might arise due to unobserved heterogeneity. The results must therefore be interpreted in this light.
The countries used in this paper were chosen primarily to ensure sufficient sample sizes of employed workers (by gender) to conduct meaningful analyses. In addition we sought a broad representation of countries, both geographically and across welfare regime types (see Kaiser 2007) . The samples are restricted to individuals aged 25-59 for whom there are no missing values. We don't study younger workers to avoid including responses relative to summer jobs or apprenticeship. We exclude the selfemployed and unpaid family workers as well because for these categories of workers there is little information about working conditions in the ESS. The complete dataset then consists of 12,707 individuals across 14 countries. Descriptive statistics for all of the variables are presented in Appendix Table A3 , by country group and gender. The means for the job satisfaction and working conditions variables are also presented in Tables 1 and 3 , respectively, of the results section below.
Methodology
Several alternative methods are used in this analysis. We begin with a simple comparison of the levels of job satisfaction by gender, country, and groups of countries, using alternative measures of satisfaction: the first considers that a person is very satisfied if the satisfaction level is given as 9 or 10, the second is broader because it considers that a person is very satisfied if the satisfaction level is given as 8, 9 or 10. This is followed with examinations of the relationships between job satisfaction and gender, holding constant several personal and job characteristics. We begin by estimating the parameters of a Probit specification of the probability of having a high level of job satisfaction, using the narrower version of high satisfaction, for males and females combined, including a gender dummy variable.
Next we estimate the same model but with a control for sample selectivity. As has been noted previously in the literature, sample self-selection could influence the interpretation of the results above. According to Clark (1997b) , women are freer to leave the labor force than men if they are unhappy with their jobs. Therefore, women who remain in employment are on average more satisfied than men. In his work and that of Bartel (1981) for racial differences, however, the control for selfselection does not qualitatively affect the results. Carleton and Clain (2012) , on the other hand, find self-selection to be important, but only for married women. We follow the literature and specify an employment selection equation and estimate the parameters jointly using maximum likelihood. We use in our analysis the instrumental variables that are traditionally used in the literature of job satisfaction (Clark (1997) , Sloane and Williams (2000), Carleton and Clain (2012) ): mother at work at age 14, number of children in the household, and whether there is a child less than 6 years old. These variables in our study are not related with job satisfaction.
We follow the Probit analysis by estimating the parameters of the same models (with and without selection) with an ordered Probit specification, utilizing an ordinal measure of the dependent variable and including the gender dummy variable. These estimates allow us to compare our results with previous work.
Further analyses are then conducted using the same methods as above, but separately by gender. The coefficients from the various models are used to decompose the gender differences in job satisfaction into two components, following an extension of the Blinder-Oaxaca decomposition to nonlinear models. The first is the part of the difference that is attributable to differences in personal and job characteristics. The second is the part that is attributable to gender differences in the coefficients on those characteristics, β. The decomposition results from constructing the counterfactual asking, what would the probability of high satisfaction be for women if they had the same characteristics as men,
and secondly, what would the probability be for women if they placed the same value on The first term on the right hand side is the part attributable to differences in the outcome variable between the two groups that is due to differences in the covariates Xig, the second term is the part attributable to differences in the valuation of personal and job characteristics. We present estimates of these components for each group of countries and model specification.
Results

Evidence of the job satisfaction gender gap
There is considerable cross-national variation in the levels of job satisfaction. The proportion indicating they are very satisfied (if the satisfaction level is given as 9 or 10) ranges from 13.9 percent of women in the Czech Republic to 49.5 percent of women in Denmark (cf. (Clark, 2005 ; Kaiser, 2002) 6 .
The percentage reporting that they are very satisfied is higher for women than for men in eleven of the 14 countries. This can be seen clearly in Figure 1 . The difference between women and men is statistically significantly different from zero, however, in only a few of the countries. We find a statistically significant difference only in Denmark, Ireland, and Poland. However, when we extend the definition of very satisfied to a level of job satisfaction range to 8 from 10, women are significantly more satisfied than men in Spain, Ireland and Hungary, using standard measures of statistical significance. We find evidence of the "gender paradox" therefore in about half of the countries studied, combining the two measures.
The gender difference is nevertheless sensitive to the cutoff used. In the Czech Republic and Germany, women are more likely to be very satisfied using the first (9, 10) measure, while men are more likely using the second (8, 9, 10) measure. This indicates gender differences in the probability of being in the tails of the job satisfaction distribution in these countries. The reverse is true in Greece.
The differences generally are not statistically significantly different from zero, however. Table 2 , by country group and for the two different measures of job satisfaction. The first is the binary variable used in Table 1 corresponding to the more restrictive definition (9-10), while the second is an ordinal job satisfaction variable (1=low satisfaction, 2=medium satisfaction, 3=high satisfaction) as defined in Appendix Table A1 . The complete sets of coefficients and goodness of fit statistics are available in Appendix Table A2 . We note that all models are significant at the .001 level, with Pseudo R-squared values ranging from 0.12 to 0.17 for the Probit and from 0.11 to 0.15 for the ordered Probit.
Referring first to the gender coefficients without sample selection (columns (1) and (2)), we find a significant gender difference in the Nordic countries for both the probit and ordered probit specifications and in Continental countries for the ordered probit. Females are found to have higher levels of job satisfaction even after controlling for worker and job characteristics. The coefficients are of the same sign, but not significantly different from zero, in the Central and Eastern European countries and Southern European countries. Regarding other variables included in the analysis, the results are consistent with those found in the literature for many of the variables. Lower educated workers are more satisfied than more highly educated workers (except in Liberal countries where the education level is not significant).
Satisfaction with pay and the opportunity for career advancement are positively correlated with job satisfaction. Job's security increases the probability of being very satisfied except in Southern European countries. Having work that allows one to learn new things and having helpful coworkers are positively correlated with job satisfaction. Unlike findings in the literature, however, we find that living with a partner, being a member of a trade union and having experienced a period of unemployment 7 are not correlated with job satisfaction. After controlling for sample selection (columns (3 & 4)), we find statistically significant gender differences in the Nordic and Central and Eastern European countries, again with females having higher job satisfaction on average. We find the same sign (except for Southern European countries) and approximately the same size of the coefficients for the female dummy variables as in the nonselectivity adjusted estimates for the other country groups, but they are estimated much less precisely.
The inverse Mills ratio are not statistically significant indicating that the selection and satisfaction equations are independent except for Eastern European countries in the probit model, suggesting that the estimates without selection are unbiased. This result is similar to that found by Clark (1997a) and Bartel (1981) for the UK and the US.
In general, we can conclude that our results are similar to those found by Sousa-Poza & Sousa-Poza (2000b) in the sense that in most of the countries studied, the gender job satisfaction paradox does not exist after controlling for job characteristics. In contrast, Kaiser (1997) found the gender paradox in the majority of European countries he studied. We do not know the extent to which the fact that different time periods were studied using different data sets affects the comparability of our results.
Explaining the gender differentials
As can be seen in the The purpose of the decomposition analysis below is to determine to what extent the differences in the average levels of male and female job satisfaction can be explained by such differences in working conditions (which may arise from different preferences between women and men for certain occupations), and alternatively the extent to which they are explained by gender differences in the weights placed on working conditions. The results of the Blinder-Oaxaca decompositions are presented in Table 4 , by country group, only for the binary (Probit) specification 8 . The table presents the mean differential in the dependent variable and the percentages associated with differences in mean values of characteristics and differences in the coefficients, which we take to be measures of the valuation of characteristics. Because the results are not indicate an interdependence between the selection and satisfaction equations, we do not proceed further with the sample selection models.
Referring to the results for the Probit specifications, we find that the role of differences in coefficients is substantial in some regions of Europe. In the Southern European countries and in the Nordic countries, for example, gender differences in the weights placed on personal and job characteristics explain 66.3 percent and 60% of the overall gender difference in job satisfaction. By contrast, in the UK and Ireland gender differences in coefficients explain only 1.4 percent of the overall gender differential in satisfaction. The CEE countries are in the middle, with 34.1 percent of the total satisfaction differential due to differences in coefficients, respectively, and the balance due to differences in personal and job characteristics. In all of the country groups, it should be noted, the results indicate that part of the higher job satisfaction for women is explained by their personal or job characteristics. In the Continental group, however, where the overall gender differential is approximately zero, the results indicate that if women and men had the same values of workplace characteristics, then women would indeed have higher levels of job satisfaction than would men. This is a heterogeneous grouping, with Belgian men more satisfied than women, so the results might be affected by this difference among the countries.
We have examined the sensitivity of the results to changes in empirical specification and definition of the dependent variable. We estimated the binary dependent variable case with a linear probability model, and estimated the Probit model using the broader (8, 9, 10) definition of the highest "very satisfied" category. In both cases, the conclusions are similar to those above, except for the Southern countries, where greater weight is placed on differences in coefficients rather than differences in characteristics. In addition, we estimated the models with additional explanatory variables to control for different psychological types. We also estimated the models with a measure of household income (decile in the income distribution) included among the socio-economic variables. Again, the results of both of these variations were not qualitatively different from those presented here. Because data limitations preclude the inclusion of this variable for all of the countries studied, we present the original results in the paper. All estimates are available from the authors upon request. The final step in the analysis is to examine the extent to which working conditions variables, in particular, contribute to the gender differential in job satisfaction. This is done by summing over the working conditions variables the estimates of the contributions that each variable makes to the explained (differences in means) and unexplained (differences in coefficients) components of the overall gender job satisfaction differential. Similarly, we sum the contributions for the sociodemographic characteristics, occupational characteristics, and the constant term. The results are presented in Table 5 for the Probit specification.
The results are mixed, depending on whether we focus on the "explained" differences due to differences in characteristics or the "unexplained" differences arising from differences in coefficients, with one yielding a consistent pattern and the other not. Referring to the estimated contributions in Great Britain and Ireland, for example, we see that the largest part (-.02/-.04=50%) of the contribution of differences in means comes from differences in occupational characteristics. These include variables such as sector, occupation, firm size and demographic composition of the firm. Looking across the other country groups we see this is a consistent result. The one exception is in the Continental countries, where gender differences in socio-demographics variables appear to have the largest impact. Referring to the part arising from differences in coefficients, however, we do not observe a consistent pattern, except perhaps that the largest contributor to the unexplained component is often the constant term. This is an unsatisfactory result, since there is no interpretation of the difference attributable to the constant term is this context 9 . In any case, the estimates for working conditions vary considerably across the country groups. In most groups (Continental, Southern, Liberal and CEE), the gender gap in job satisfaction would be smaller if women and men placed the same valuation on working conditions. Unfortunately the overall differential in those countries is on average small and not significantly different from zero, so this is not such an interesting result. Only in the Nordic countries does the gender difference in working conditions coefficients appear to reduce significantly the gender difference in job satisfaction.
Summary and Conclusions
This paper had addressed the questions of the determinants of job-satisfaction, and gender differences in satisfaction in particular, for 14 diverse countries in Europe. Using data from the European Social Survey, we find that the "gender paradox" of higher satisfaction for women continues to be a factor in some countries. We focus on measuring the extent to which gender differences in job satisfaction can be attributed to differences in personal characteristics, occupational (job) characteristics, and working conditions versus differential valuation or weighting of those characteristics by men and women. The results from Blinder-Oaxaca decompositions of the probability of reporting a high level of job satisfaction indicate that both mean differences in and valuations of characteristics play a role. The extent to which this is true varies across groups of countries, however, so that no general conclusion can be drawn for Europe as a whole. The role of gender differences in characteristics is found to be most important in the Liberal and Central and Eastern European countries, and less so in the Nordic, Southern and Continental countries, although the estimates are sensitive to the specification used and definition of the dependent variable. In our preferred model, differences in occupational characteristics in particular appear to play an important part in explaining gender differences in job satisfaction in many countries. The role of gender differences in the valuation of characteristics is found to be less important, especially the valuation of working conditions. These results suggest that only with the further convergence of socio-demographic, occupational and workplace characteristics will the gender differential in job satisfaction be eliminated. This study, however, doesn't control for unobserved heterogeneity. In the current context, if women have a greater innate tendency to be satisfied than men, then failure to control for this unobserved characteristic would lead to a misinterpretation of the Tables   Table A1: 
